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Plymouth Manufacturing Sector Growth Plan

Skills & Recruitment Issues

The skillsand recruitment
Issues facing the Advanced
Manufaatiring sector.

Introduction
For those unfamiliawith the firms concernedit is
perhaps all too easy tdismissthe Plymouthsub-
regioral manufacturingbase as beingoart of a
homogenous sector. But in fact, upon closer
examination, one can quite quicklyetbct the
diverse and croseutting nature of advanced
manufacturing in the City Perhaps this is best
illustrated by the fact that it takes at least four
different Sector Skills Councils,thé state-
sponsored, employeled organisations thatare
designedto tackle skills issugsto span the full
range of firms that exist.
The Sector Skills Council
for Science, Engineering
and Manufacturing
Technologies (Semta’)
covers the bulk othe PMG membershipcluding
firms such aslInvensys; The Barden Corporation
and Kawasaki Precision Machinery

Cogenf - the Sector Skills
Council for the Chemicals,

Pharmaceuticals, Nuclear, Co/e;;?t
Oil and Gas, Petroleum and g

Polymer Industries. This

includes: aspects ofboth . I 6 02 O] Q&

workloadand Princess Yachts Internation@la
of fibreglass resinsBandvulcrubber tyres; plus
Composite  Integration (composite plastics
industry) and Luminati Waycon (acrylic
fabrications)

ProskillS covers the process

proskills

industries including: British
MAKING skiLLs work ~ Ceramic  Tiles,  \Bpring,
Bandvulc (aga), ArjoWiggins, DS Smith

Packaging and Latimer Trend

Improve4 covers the food
and drink sector including Improve

food & drink sector skills council

http://www.semta.org.uk/
http://www.cogent-ssc.com/
http://www.proskills.co.uk/
http://www.improveltd.co.uk/
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larger firms such as: Tamar Foods and the Wrigley
Company and smaller firms includingangage
Farm, Tideford Organics and Westaway Sausages.

What drives demand for Advanced

Manufacturing skills?

According to a report by Semtand some other

Sector Skills Councils in 26p3he demand for

skills is aleriveddemand: companies need people

to perform functions and roles, some known in
advance, othes not. Thus the demand for skills for

Advanced Manufacturing depends on the work to

be done by the companies in this area. It is

important with all enterprise support policy,
including skills, to recognise that maesoonomic
perspectives are often not hovgsues are seen at
the level of the company. However, at the macro
level, the main drivers argaccording to the

SEMTA report)reasonably well recognised, as

follows:

A Globalisation- This results in markets being
opened up, which provides both threats én
opportunities for companies across England
and the UK.

A Economic Growth In broad terms, demand
for skills, and so recruitment activity, will

y dzO gr&n- alxhe economy grows, although there
3 S will inevitably be certain variations between

different sectors (andfor labour markets,
different occupations).

A Technology development- Technological
innovation both enables changes to the
nature of products and services, as well as
the way companies do business, and thus
creates new markets with their own growth,
for which new skills are needed. In many
cases, new approaches result in the decline
of related markets, and technology is the
major driver for changing the types of skills
needed in the labour market.

A Demographics Workforces are dynamic: the
flows into and outof work in particular
occupations and sectors arise because people

> Skills and the future of Advanced ManufacturiSEMTA et al,
2009


http://www.semta.org.uk/
http://www.cogent-ssc.com/
http://www.proskills.co.uk/
http://www.improveltd.co.uk/
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move on from their jobs, sometimes to other CNRY (GKSaS WRNAOGSNAR TF2N OKI

work, sometimes to nonpaid activity. As well core issuegmerge.

as occupational or sectoral mobility, there is

also spatial mobility: people often move to Overcoming Recruitment Difficulties

where there are greater work opportunities, Professor John Bryson, Chair of Enterprise and
sometimes in other countries. Ultimately Economic Geography at the University of
people move out of work for good mostly Birmingham said at the Royal Geographical
to retire. An important relationship (arising { 2 OA 8Ql@ @mual conference thaty. NA { A & K
largely from age demographic distributions) is manufacturing is now about hybrid products,
that between flows out of work (retirement) products that contain embedded services, products
and flows into work (mostly from those that require a constant dialogue with the
leaving fulitime education). Demand for skills customer, desigintensive products that have
does not just depend on the growth (or attachments with designatedeograghic locations
otherwise) of a particular workforce and convey positive connotations of reputation

OWSELI yaAar2youQ RSYIl yYyRZ and dadliy. Ik i$ theBefore2extremelyiBrrying that
numbers needed to replace those leaving the UK has so many success stories in

0 WNB LI ldéndndS y i Q manufacturing and has such a solid base in
Multi-level governance and regulation- modern manufacturing, but that there is a huge
Markets (both product/service and labour) threat to the continued survival and
operate within societies, and there is always competitiveness of British manufacturingThis

an element of constraint/intervention from threat involves hardo-fill vacancies and skill
the state. While this can vary considerably shortages that will make it extremely difficult for
between countries, it involves dth fiscal firms to grow and in some cases even continue to
matters ¢ lower tax levels can increase survive as companies find it incepagly difficult to
employment levels and demand for skilts recruit commercially aware engineers and other

and regulation of various kinds. As wellas FT2N¥a 2F alAftSR 1 02dz2N®PQ
posing certain constraints to employment
arrangements, regulation generally creates These recruitment difficulties are further

demand of its own, for work assotgal with exacerbatedby, amongst other thingsthe age

its development, implementation and profile of the workforce; theforecastedlevel of

compliance requirements. As indicated, these replacement demand (ihot expansion demand)

factors can come from local, regional, for employeesand the perceived peripherality of

national or (for European countries) Héyel the far south west.

governance.

Environmental change - Environmental Age Profile of the Workforce

change stimulates demand for Bkiin various According to 8mtaQ a NB&SI NOKX M 22 2
ways. The normal assumption is that workforce in England is aged 60 plus compared to
environmental concerns result in regulation, 12% of the workforce in all sectors in Eargd. The

to which companies have to respond as Yy dzZYo SNJ 2F @2dzy3 LIS2LX S Syid SN
shown above. However, such change can also  has been an issue for a number of years. Only 8%

stimulate secondary skill demand through the 2F {SYUlrQa 62N} FT2NO&4 Ay 9y3
need to respond to specific entetipe- or compared with 14% in all sectors in England.

market level disturbances, and through new

opportunities arising from markets created in nge profile of semta related firms

response to regulation (the low carbon 70%

economy is a prime example). 60%

Changing identites and values and o

consumer demand Consumer preferences o

have always cheged over time, and will o E——— - e
continue to do so. However, changing social e so2a | 2saa  asse  eos
values can influence economic activity other Age range

than through changing consumption msemts mAllSectors

patterns. A relevant example of this would be
the changing public attitudes tm vivo work
in animal experentation.
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Future Employment Forecasts

The SLIM repoftwhich examined skill levels in

Plymouth drew from Working Futuresrfits sector

forecast figures. According to the report,

W5 SGSNXYAYAY I  Fdzi dzNB

requires an examination of predicted changes in

the occupations and sectors. Forecasts mevi
some indication about likely developments in
employment structure and patterns. Working

Futures 1ll, 2002017, develops its predictions

based on past trends and provides the forecasting

data used by Government and other national
agencies to predict fure employment and thus

trends in skills. The baseline macroeconomic
forecast, on which the data projections were

based, were from early 2008.

At this time economic conditions were predicted to

deteriorate, but the depth and intensity of the

recession wasunclear. The data is thus not
generally reliable in estimating employment
change over the short term, which is likely to
underestimate the impact of the recession.

However, medium to lonterm trends are more

NEfALFOE SQ@

Y2 KSy t221Ay13 Fd

important to note that two distinct features are in

play:

A expansion demand where new jobs are

anticipated;

A replacement demandc which provides a
more accurate picture of skills demand
because it looks at that demand which arises
due to retirementand thus which requires
jobs and skills need to be replaced (because of
retirement), even where the sector is not in
SELI yaA2Y ®Q

Working Futures I1ll data suggests thathilst
employment growth in the South West is above
the projected national increase df.5% between
2007 and 2017employment growth in Devon (inc.
Plymouth) and Cornwall is forecast to lag slightly
behind the region as a whole over this period, with
employment expected to increase by 0.6% per
annum (50,000 jobs in total), compared to 0.7%
for the South WestSpecifically, employment in
manufacturing across the two Counties is
forecasted to contract over this period by
approximately 12,000 jobsthat is, the equivalent
of a 1.8%fall per annum.

6 Sib-Regional Employment and Skills Analysis 2010, Plymouth,
Produced by SLINWarchmont Observatory, University of
Exeter February 2010

iT dzgii dzNB

Closing Skills Gaps and Upskilling Staff

Seondly, we shall see that there are significant
issues related to closing skills gaps and upskilling
the workforce According to Semfa for example,

2 2 0 &he plioyitiBs of dhp Aettdr &re akilodshife{i A S a

size delivery within a framework of progression

and transferability.

Management and Leadership

A Development of frontline Managers.

Productivity and Competitiveness

Supply Chain Development.

Continuous Process Improvement.

Reduction in New Product and Process

Implementation (NPPDI) Time.

Technical Workforce Delepment

Upskilling from Level 2 to Level 3.

Improve craft supply at Level 3 through

recruitment and upskiling of current

workforce.

A Improve supply of technicians at Level 4
(Technician Engineers).

A Tackling graduate skills deficits and increase
the graduaé populationwithin the workforce
to meet high value added requirements.
Hanpdive? RlaiiBng &nBl Recruitment

A Lack of adequate supply to meet industry
requirements due to demography and
attractiveness of the sector.

o I To

To 3>

PMG members have said for some time thia¢re
should be less emphasis on the drive for
qualifications for the individual and a greater focus
on meeting the skills needs of business.

The results from a survey of firfhexperiencing
sustained growth identified five areas as
significantly greater lastacles to their success than
firms which are not achieving sustained growth. Of
these, three were either skills or recruitment
related.

A Recruiting staff¢ this was seen as a key
problem for growing firms, but ndor others.

57 per cent of firms experieing sustained
growth saw this as a significant obstacle
compared to 35 per cent of other firms;

A Shortage of skills generaltyalmost half (48
per cent) of firms experiencing sustained
growth saw this as a significant obstacle to
the success of their bus#ss compared to
less than a third of other firms (32 per cent);

! SEMTA Sector Skills Agreement

8 Ready, Steady, Groww the government can support the
development of more high growtfirms, A joint Cities 2020 and
Knowledge Economy Programme Report, Prepared by Charles
Levy, Neil Lee and Annie Peate, March 2011.



A Shortage of managerial skills/experieng84
per cent of firms experiencing sustained
growth saw this as a significant obstacle
compared to 19 per cent of other firms

It remains to be seerwhat impact the public
sector expenditure cuts and in particular the
funding of training will have on the skills gap and
upskilling issue.

Changes in the funding of Skills Training

From the 2013/14 academic year, Government will
provide and subsidise g stem of loans to support
continued participation in training where
Government grant funding is no longer available
for intermediate or highetevel qualification% As
with the graduate contribution to the costs of
higher education, individuals will onlgtart to
contribute when they realise the benefits of their
training and are earning a decent wage. Their
training will therefore be free at the point of
access with repayment of the loans contingent on
the borrower earning above a certain threshold.
Ther is a concern that employers have become
too used to government subsidies, through the
Train to Gainprogramme in particuIéP. What
impact its withdrawal will have remains to be
seen.

Entitlements for 2013/14

Learning Level

Priority population groups and Government subsidy for
leamning they can expect

Plymouth Manufacturing Sector Growth Plan _

Skills & Recruitment Issues

exceeded its targets for the first yéar However,
much remais to be done. As we shall see, it is the
view of the vast majority of employers that
significant barriers to hiring apprenticesstill
remain.

Nearly half of employers (45%) have not employed
apprentices in the last three years, with two thirds
(68%) of tlese saying that they consider
apprenticeships inappropriate for their
organisatior®.

The STEM Skills Challenge

Fourthly and finally, STEM skills are increasingly
necessary to engage in a knowleeggsed
economy and in daily decisiamnaking. There is
solid evidence to suggest that the fastegtowing
and highestwage jobs in future years will be in
STEM fields. Workers in these fields must use
STEM skills for problem solving in a wide range of
industries. However, as the need for solid STEM
skills is growig, the achievement gap is also
growing.

Additionally, there is a gender dimension to the
STEM skills challeng&here were about half a
million women of working age living in the UK in
2008 who were qualified in science, engineering
and technology, but oly 185,000 of them were
working in theSTEMbccupational sectord.

I dviduale aged | Tndividuate | Individuals who are Each of these four issues wilbw be examined in
ndividuals aged | Individuals . . . £ A < A X
from 19 up 521 | T ] ] T turn commencing withh SN2 YAYy 3 wS ONIHzA
benefits SATTAOML G6ASaQ0
Basic Skills Fully funded Fully funded | Fully funded
Level 2 (first) Fully funded Co-funded Fully funded targeted
— provision for learners with
Level 2 (retraining) | Co-funded Co-funded skills barriers to
" employment aged 23 and
Level 3 (first) Fully funded Loans under and/or training below
Level 3 (retraining) | Co-funded Loans Level 3. Loans for those
aged 24+ on courses at
Level 4 (any) Co-funded Loans Level 3 and above.

Notes: - This table shows the expected position from 2012/13 onwards (following the introduction of

loans)

— Loans will apply equally to Apprenticeships, replacing the contribution formerly provided by
Government. 19+ Apprenticeships at Level 2 will remain co-funded at 50%

- Co-funding at Level 2 for workplace learning outside of Apprenticeships will only apply to SMEs,
and applies at a level of 50%.

— Learning at Level 3 and above for workplace learning outside of Apprenticeships and
entitliements will not receive Government funding.

Growing the Number of Apprentices

Thirdly, ly the end of the currenfParliament, the
Government is committed to supporting an
additional 250,000 apprenticeships, compared to
(KS LINBOA2dza D 2THS GHANBY ( Q4
has apparently got off to a good start and

LX Fyao

1 Government exceeds apprenticeship ambitidapartment

for Business, Innovation and Skills press release 23 June 2011.

2y KENGISNBR LyaGAatGdzis 2F t SNR2yYSE |
2011Learning and ta&nt development survey.

13 Briefing paper from UK Resource Centre for Women in SET

o BIS Skills for sustainable growth 2010

10 Engaging employers to drive up skilEhe realities of
effective employer engagnentc current opportunities and
challenges, LSN 2010
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Overcoming recruitment
difficulties

I O02NRAY 3 (2 GKS” 48% bfQa Age®rdied & dzNDSe@

employers currently have difficultygenerally ¢KS LyadAadGdziazy 2F 9y3aAySSN
recruiting staff, rising to more than half of Annual Survey of Skills & Demand in Industry 2010
employers (52%) expecting difficulty in the next suggests an aging workforce. Beswn 2008 and
three years 2010 there was a reduction in the proportion of

engineering and technical staff under the age of 30
Specifically, within the engineering sectoitwthe from 25% to 20% (see chart below).

rise in demand for engineers and techaits in

2010, many employers were once again struggling
to find suitable cadidates to recruit. In 2010, 37%
of employers were finding it hard to recruit
suitable senior engineers 22% difficulties in | 100%
recruiting engineering management and 2%ére 80%
finding t hard to recruit suitable graduate 0%

255 26.8
engineers.In contrast, only 13% of respondents - -
24.7 23

Engineering & Technical Staff
Age Profiles

s

reported difficulties recruiting technicians and 6% a0
reported difficulties recruiting apprenticés 20%

20.1
0%

Context- Headcount Forecast 2008 2009 2010
The headcount forecasamongst PMG members
for 2011 wa much more bullishhan the survey
results from the previousyear®. Approximately

Under30 m30-39years 40-4S years M50-59 years M60+years

61% of firmsforecasted¢ perhaps optimistically Local Research

an increasein staffing levels; with only %8 SERIO, at the University of Plymouth published a

predicting further fallsSo recruitment is likely to report titled Wt £ & Y2 dzi Kt N 2f NR (1! @dzRIASIAN
be a signiftant exercise over the forthcoming in June 2010. The audit was commissioned by the

period. ¢ KA & SEOf dzZRS& WNB LI | PHnosityf EmplRyEant ghdR Skills Baakd (PESB) to

those retiring. meet the existing evidence gap around current and

future skills requirements within the Plymouth
area. The research aimed to build on a preliminary
review of the evidence base regarding skills supply
and demand carried out by SERIO on behalf of
Stable PESB in 2009. This original review sought to
7% establish whether an exercise could be undertaken
locally that replicated the 2008 Greater
Manchester Skills Anais and Priorities report
(Manchester Enterprises, 2008) which was
designed to help employers plan for current and
future skills required by the economyhe report
analysed¥W R@I y OS R @BrfsHdpgr&chyNA y I Q
fromWY Il NA Yy S .AVgrR dedaifs MdesBcive
below.

The proportion of employers experiencidgl | NR (i 2
FAEE  OWad lpaitdwadyd deute within the

" Building for Growth: business priorities for education and local marine industries (20%). More so than any of

skills 2011, CBI. tftevy2dziKQa 2U0KSNJ LINA2NAOE &
Plyadaddziazy 2F 9y3AySSNAy3a s eesponding am tha manng cecor,{ 76rtitte 2 T

Skills & Demand in Industry 2010

¥y ap 1yyddt WISHEGK 2F GKS {S50G2ND { dzNBS& Hamno




0K G
required attitude, motivation or personalify ®

léw2 nunber of applicants with the

A reatlife local example of 8/ K  NR G2 7
We have a skilled machinisttiring later this year
and a toolmakerg a formerapprentice- who was
off on long term sick leave and has nogturned
to take an alternative job within our companyhis
left us with the need for at least one full tim
toolmaker.

Due to the apprentice system being effective
a02LIISR Ay GKS f I ( Bwitwm
cut backs in manufacturing at that time it is no
extremely difficult to find that kind of skillsé the
labour market

We advertised vidhis is PlymoutfHerald Online)
and had a good number of repliemany of which
were totally irrelevant¢ people applying to keep
dzL) GKSANJ aljdzzdl ¢ 27Fwe
then consideredadvertising in the Midlands.

We had aly one real match whom we tried tc
employ. However, he accepted another positiorn
shortly before starting with us and 3 weeks eaft
accepting our offer! He had just returned fron
abroad and just moved into the South West.

We have now taken a toolmaker on this weehke
was a mould toolmaker but we will #teain him in

press toolmaking.The position was filled via word

of mouth; wefind that this normally gives us thg
best success rate.

We are looking at training another one or tw
@2dzy3d AYUSNYyLI ¢ OF YRARLF
roll.

Without this position filled we are technicall
vulnerable to breakdowns and limited in ol
dewelopment.

Plymouth Manufacturing Sector Growth Plan _
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It would be wrong to assume that there was a
blanket problem withW K NR (2 FRof f
example, Babcock had received over 800

g Ol

A t fapplidatians dok @isf @0 graduate positions (and

1%

ly

750 applications for 50 apprenticeships). It was

clear from what the firms had said that

NBEONHzA G YSYy G RATTA Copriciich S& SEA
L2aAldAz2ya NBI dzaledsef Known LIS OA F A C
smaller firms faced an even greater challerthan

their larger counterparts

Postions quoted by PMG members as being

hT N Réey G fy®R WKIIONIR (1223 SFIAK S Q

W

Y

=

The proportion of employers experiencing HtFVs

Nationally

Local Marine Industries

Local Advanced Engineering

T
0% 5% 10% 15% 20% 25%

CNC/Setters
Process enginee(semiconductor)
Lean engineers electronic design
Technical Manager
Manufacturing Manager
Purchasing Manager
Plant engineers
LIC3rper@ersii A 2 y & LISNKI LJaK
Industrial Engineer post in assembly with
Lean.
ElectreMechanicaDesign Engineer
Middle management grades are a problem
areac particularly project management.

To Do Do To I Do T o Do o Do

Recruitment channels

1 Il

Johcentre Plus
Word of mouth
Local newspapers
Ownwebsite
Internal notices
High street recruitment
Online web-based recruitm't
Trade press
Noticeboard

Oth:
National newspapers
Gov't progs/schemes
Educational establishments
Gov't recruitment websites

Sa

10 15 20 25

It is recommended that further research should be
undertaken to identifythe:

A Volume of vacancies arising and their causes
(retirements; resignations etc)

Type of poststhat are most difficult to fill and
Demographic age profilesof workforces
across firms

A
A

Countering the Problems

Actions being taken to counter the problems faced
in the Advanced Engineering sector include:
Increasing training and using new reitment
methods/channels was particularly popular in this
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sector (used by 50% of employers, compared to
26% across the priority sectors).

Whilst within the Marine sector,hiree businesses
mentioned steps taken to address recruitment
difficulties while om indicated it was doing
nothing. Steps taken included using new
recruitment methods or chamels; recruiting
workers who are nofJK nationals increasing
advertising /recruitment spend and increasing the
training given to their existing workforce.

Accordig to the UK Commission for Employment

We have successfully usedhe graduate
trainee/technical apprenticeship route as a long
term measure to fill senior positions.

Graduate management traineeg ex-Plymouth
University. We identified two good engineers
amongst recruits.

We use short term temporary contracts. Lots of
agencyworkersc tend to cherry pick from amongst
the white collar workers; less successful in doing so
with the blue collar ones who find that they can
often go elsewhere due to demand.

and Skills(UKCE)é7 the most popular recruitment
channels as shown above.

local@f dziAz2ya (2 20SNO2YAYy
LJ2 & A (Thefglldwihg are quotes from PMG
members:

Polish workers have proven to be succdssfome
arenow in their fourth year.

We took on international KTPs students from India
and China through the University.

We went to the Midlands in search of automotive
sector staff with necessary transferable skiteu
have to offer sizeable #®cation/disturbance
allowances to cover removal costs etc.

The SW Talent Retention scheme was good in
0KS2NE LXdza AG g1l a
extensive enough and the funding for it has now
gone and the service has been withdrawn.
Apprentices can be aw good long term solution

¢ We sourced 5/6 from within.

The introduction of robotics brought with it a
OKIftSy3aiay3a OKIFy3aS LINRBO
suit our best line operators. We created the post of
WIAYS ¢SOKYAOALl yQ (i 2neladz
with the aid of the local College. All sourced
AYOSNYylLrtted ¢62 2N KNI
emerged.

We introduced a new gradeWa I 1 Sa t N2 3
Enables them to leave the top engineers and
OF NLISYGiSNE 6AGK GKS Y2 NI
We use: KTPs; gradie programme lean skills.

FTNBS

" JUniArsityNdihdefggadudid. brt undergraduate

SE By AGKS TNNREYSI MR AR DErAIBES
LIWA K2 NB $oRIBhyrSt @ tcHcal Li®jRdsp
S Qutcdiest | NI LISNF 2 NY S NE Q

NWith Y'tBeQ dniversity  of

ur

Tend to spread the net wide. We also use work

Knowledge Transfer Partnershig&TPs)

This grant scheme, managed by thecfinology
Strategy Board, supports the placement of
[
your business. It aims to foster greater lin
between business and Further and Higher
Education to help develop and exploit new ideAs.
KTP achieves thishtough the forming of a
Partnership between your business and
academic institution (such as university, further
education college or research and technology
organisation), enabling you to access skills and
expertise to help your business develophe
knowledge sought is embedded into the business
from the knowledge base through a project, o
projects, undertaken by a recently qualified perso
(khazii as Gh& Bssofldtel, reorlitéddSo spekific
work on that project.A grant contribution from
one of twenty sponsors, ncluding most Research
Councils and th&@echnology Strategy Board allov
the partners to employ a skilled individual (KT
Associate) to deliver a projectKTPs can vary in

o)

term strategic projets) and from 1040 weeks (a
y
depending on the projecheeds and the desired
Kl
Earlier this year, PMG membBombardief) &ork
Plymouth on the
developrpent of rail control techndogy was
rabégfidecd witk thadadiadab KTFBusiness Impact
Awardmadeby the Technology Strategy Board.

placements; Year in Industry (with EDT) and take
on preuniversity A Level students who are paid
while in work and are then part sponsored while
they are away (up to £1,500). Also rarcarpentry
course that yielded benefits.

We take on undergraduates during the summer
months.This can help build awareness and loyalty.
We took on two international students free of
charge for 12 weeks which was a success.

" UKCES Review of Employment & Skills April 2011

A number of PMG members have commented
Ll2aAGAGSE @ | o2dz
few are without criticism of the perceived
bureaucracy that aammpanies the schemelt is
recommended thatparticipating firms work with
the University to reduce the problem and at the
sametime work to promote its benefits amongst
other firms.

Similarly, The PMG recognises the important role
that the University plag in helping firms to recruit
graduates. During the consultation period for this

b RE QoW

GKSANI Y¢t



report, one or
frustration that contact with the University in the
past had not been as fruitful as they had hoped.
is recommended that the two p#es should work

two firms expressed some

It

closely together to understand how each can

benefit from one another.

Optimising the recruitment process through the
udS 2F | Wb SotiioNd £ + Sy R

Although it may not be suitable for all but the

largest and most complex of firmshe neutral
vendor solutionis one means of streamlining the
recruitment process and is currently bein
adopted by Babcock International ptci K S/
largest private sector employer.

Neutral vendor recruitment providers are
independent consultants whora not linked to any
recruitment agency. Their primary function is t
put together an agreed panel or panels (dependir
on skills sets used) in order to meet a
organisation's specific business requirements.
doing this they are able to effectively stmaéne
and control supply chains on behalf of their client
Neutral vendor recruitment providers are ideal fg
organisations with large and complex staffin

needs, who wish to increase efficiency and proce
control, through technology as well a
managemen

Companies with a fragmented supplier base usi
multiple suppliers, with a wide range of fees an
terms and conditions and no centralised control ¢
mandate on operations will see the most benef
of working with neutral vendor recruitment
providers.

Primarily, neutral vendor recruitment providers

will ensure that a companies' use of agencies|i

both strategic and cost efficient. By maintainin
existing client and agency relationships, they alla
Line Managers to continue to communicate the
soft skill requirements to agencies, whilst at the
same time ensuring that they do not have t
negotiate terms or fees. By not mandating the us
of one supplier, compliance to the panel and th
approach is greatly improved.

Neutral vendor recruitment providers ensutkat
agencies are motivated to work to the maximur
for their clients, through enhanced communicatio
and preagreed terms and conditions, helping bot
parties to develop a more strategic, lotgrm
partnership.

Additionally, through data capture, they agble
to provide a high level of management informatio
on spend, candidates, equal opportunities and
multitude of other reports for their clients.

D

A

J

9

ng
d
I

—

7]
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It is recommended that: (I’PMG members should
share their strategies for circumventing the
problems of filling vacant positions.(2) The
problems and solutions should be collated and
documented; the root cause(s) identified and the
results widely distributed amongst members of the
sector. (3) The PMG shouldoromote/advertise
vacancies on its websit¢4) Tle sector needs to

> NX)consider using sociaetworking sites likaP[ Ay 1 SR

L ya€an aid to recruitment.

Although recently subject to changes in the law,
agency staffing is likely to remain as a useful

A G &m@ans of providing flexible capacity in the

workforce. Haever, enquiries across the PMG
membership revealed a wide variation in fee rates.
It is recommended thatPMG members should
SELX 2NB GKS
NEONXzA G YSyd F3ISyoe
Positively Plymoutif

One of the reasons why Plymth finds it
particularly difficult to recruit staffto either the
public or private sectorsis due in part to poor
perceptions of the City. The general population of
the Country do not have an accurate impression
what it has to offer. Confusion aboundss to
where it liesg many mix it up with Portsmouth and
consider it further along the south coast. Most
people would never guess that it had a population
of a quarter of a million people and that it ranks
14" largest city in England. It continues to be
YAaO02yaldNHzSR &
battleship grey. Few would imagine that it is host
to a number of world class manufacturers that
contribute over half a billion to the local economy
every year.

Positively nowhere

quite like it

Generally, the SWs viewed as an industria
o016k GSNIT |
FyR GKS 208y SNEB

During 2010 brand communications consultancy
Lloyd Northover created a marketing system
underpinned by a dynamic and flexible brand:
Wt 2 & A O RAKitQvas desdigried to capture
the identity of the City. Positively Plymouth
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provides an optimistic message for the city that
encourages the city to embrace its strengths and
its quirks. The visual identity is based on
community reflections, by usingnagery that is
contributed entirely from the city. The approach
reflects the very best of Plymouth back to itself,
while asking everyone to own and support the
vision, giving everyone a part to play in promoting
the city.

Unfortunately, the project suffeed a stuttering

start following the collapse of the City
Development Company that originally
commissioned Lloyd Northover. Brand

management now lies with the Head of City
Marketing who is employed by Plymouth City
Council.

W2 2 N =
identified by Lloyd Northover that could
potentially be used to attract people to fecate

to the City. As yet, this is an undeveloped idea

which requires the support of key employers
across the City.

It is recommended that the PMG shoukark with
the Head of City Marketing and other major
SYLX 28SNR Ay GKS / wark
NBaid I yR thenie&ant2ddedldp naterials
that would entice people to réocate to the City
and convince them that to do so would be a
sensible andiesirable move.

Promoting the sector as desirablecareer choice.

Negative perceptions of engineering and

manufacturing as a career choice continue to

persist. Much is being done to counter these
misconceptiongsee later in this Report regarding
the GoBNYYSWiS&3E AyaiRrSs

Ol Y LIN.Ac&asMQthe PMG and its partners have

a track record of collaborating with others for

example:

A wtdzSNI {18
Prosper ¢ an advertising campaign; public
relations and interactivewebsite to raise
interest in the job opportunities available in
sub-regional high tech engineering industry.

A More recentlyPlymouth Enginuityvas set up
by to promote engineering in Plymouth and is
made up of employers, the University of
Plymouth, City Atege, training providers and
schools across the city.

It is recommended that the PMG needs to
continue to find funding opportunities to promote
the sector locally in a positive manner.

The future: more of the same.
According tdirms within the sector ationally, the
recruitmenta A G dzk GA 2y A&y

Lack of suitably gualified candidates

Recruitment Challenges over the next Five Years

Shortages ofspecific skills —
Lacking the right experience
Financial constraints

Other

Unable to offer sufficient salary
T T
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NE & G isloyePof theftenfed dzi K Summary of Recommendations

1. Further research should be undertaken to

identify the:

A Volume of vacancies arising and their
causes (retirements; resignations etc)

A Type of posts tht are most difficult to fill
and

A Demographic age profiles of workforces
across firms.

0 2 2.0 KTP partidigathgy firERouldiwigrs witk’ the

University to reduce the perceived problem
of bureaucracy and at the same time
LINEY23GS GKS &a0KSYSQa
other firms.

3. The PMG and the University should work
closely together to understand how each can
benefit from one another in the recruitment
of graduates.

4. PMG members shouldharetheir strategies
for circumventing the problems of filling

Y Iy dz¥dcddipdshidng. 3

5. The poblems and solutions should be
collated anddocumented; the root cause(s)
identified and the results widely distributed

DiNiix/¢ BdNDby D NI & & @mongst members of the sector.

6. The PMG should advertise vacancies on its
website.

7. The sector needs to consider using sacial
networking sites likeW[ A ¥ ya®Rn aid to
recruitment.

8. The PMG members should explore the
Ll2aaAoAt Ade 27
NBONYA GYSyd | 3sdyode

9. The PMG should work with the Head of City
Marketing and other major employers in the
City to take forwaR (i W&k, st and

Blyadadddiazy 2F 9y3IAYSSNRYy3 3
Skills & Demand in Industry 2010
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10.

t f & Y 2thimhiekad develop materials that
would entice people to rdocate to the City
and convince them that to do so would be a
sensible and desirable move.

The PMG needs to continue to find funding
opportunities to promote the setor locally as

a desirable career choice.

Plymouth Manufacturing Sector Growth Plan
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Closing Skills Gaps and
Upskilling staff

A skilled workforce is essential for
manufacturing to compete globally. Investment in
skills is amongst the most important that
manufacturers can make. Modern manufacdng
requires highly skilled people in both specialist and
technical areas, as well as in the mdisciplinary
skills required in areas such managing and leading
complex operations.

Semta have published a framework of
competencies for the advanced mafacturing
industry which is composed of:

Personal effectiveness competencies;
Academic competencies;

Workplace competencies;

Industrywide technical competencies;
Industry-sector technical competencies;
Occupation specific knowledge areas;
Occupation spcific technical
competencies;

Occupationspecific requirements and
Management competencies.

To To T Do o To Do Io Do

It is recommended thaty SY6 SN&E 2 F
Skills Group should assess this framework and
discuss its potential usage with providers.

Today, many advanced mamgturing businesses
rely on highly skilled individuals, from engineers,
scientists and technicians, to product designers.
OECD evidence shows that almost 25% of
employees in manufacturing have a first degree in
science or engineering. This is lower thann@h
(over 45%) but ahead of the United States (around
15%)°.

Generic and specialist skills also play an important
role in promoting productivity. A skilled workforce
enables firms to respond innovatively and flexibly
to increasing international competitin
developing and applying new ideas and knowledge
which result in new higher value products and
more efficient processes, business models and
organisational structures

The introduction of theQualifications and Credit
Framework (QCHjas allowed achievaents to be

19 Growth Review Framework for Advanced Manufacturing,
BIS, Decefver 2010.

(i K $esulted D 3an overall

recognised and recorded through the award of
credits and qualifications. It supports the
accumulation and transfer of credits and the easy
ARSYGATAOLFIGAZY 2F SI OK |
In this way, learners have maximum flexibility and
range of opportunities. This has been beneficial for
all concerned as it recognises the value of bite
sized courses/learning which are intensely popular
with employersFor more details click here.

This section discusses internal skills gaps among
the existing workforce; cases where staff are not
felt to be fully proficient at their jobslt also
addresses the vexed qu#sn of employability
alAatta FyR
commences even before school leavers and
graduates first arrive at the workplacdJgskilling
NEFSNAR (G2 (GKS LINROSaa
skills or knowledge

2 ¥

The upskillingf individuals across all occupational
groups coupled with a shift in employment
towards the more highly skilled occupations has
rise in educational
attainment in UK manufacturifg However, aside
from anecdotal evidence, little iknown locally
about the comparative composition of skill levels
across firms. It is recommended that further
research be conducted in this regard to provide
more firm data and information.

It is inevitable that manpower will be mostly
sourced locally. tl is therefore necessary to
understandthe existing skills of the local labour
market.

Workforce skills- in the Plymouth Labour Market.
The stock of qualifications across theorking age
population is said to be the best proxy for skill
levels.

An analys undertaken by SLIM at the University
of Exetef" reveals that the general pool of labour
within Plymouth is relatively poor.

20 Manufacturing in the UK: an economic analysis of the sector,
BIS, Dec 2010

21 SubRegional Employment and Skills Analysis 2010,
Plymouth, Produced by SLIMarchmont Observatory,

University of ExeteFebruary 2010

OKAS

4da3S4i&E | AKE Ay H@E
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http://www.ofqual.gov.uk/qualifications-assessments/89-articles/145-explaining-the-qualifications-and-credit-framework

To at least Level 4 At 22.1% in 2008 Plymouth
had the lowest percentage of its workingge
population qualified toat leastLevel 4in the South
West. This is considerably worskan both the
regional and national averages (28.3% and 28.7%
respectively).

To at least Level 3Similarlyn p ®ci’z 2 F
working age population were qualified @t least
Level 3in 2008, thisis againamong the lowest
levels in the region, and iselow the South West
average (49.5%) and that for England as a whole
(47.4%).

Qualifications below Level 2 A third (33.4%) of
tfevy2dzikQa ¢2N]JAy3 | 3§
at least a Level 2qualfication, generally

Plymouth Manufacturing Sector Growth Plan
Skills & Recruitment Issues

t £ & Y2 dzii K pébgrebsl ddeS no? fllow the
same increase of Level 3 attainment seen by the
wider regionaland national trend.

The chart below(again taken from the SLIM

report) adzY Yl NAaSa tfevyzdzwikQa Lk

t f & the Lot @ $ LJ2 Mllitddgets, and shows that

none ofthe four targets have yet been reachdd.
shows that, in Plymouth, the target that is closest
to being achieved is in relah to Level 1 Literacy,
where the shortfall is five percentage points
(around 7,038 adults). The biggest shortfall is in
relation to Level 2 qualifications (23 percentage

considered to be the minimum for employability.
This is the seconthrgest proportion in the South
West.

Participation and attainment of young people

In 2010, 54.2% of pupils in Plymouth schools
achieved five or more GCSEs at grades- AZ,
including Maths and English. This is below the
regional (%.4%) but above thenational average
(534%). Plymouthranked tenth out of fifteen
South West local authoritiesPlymouth is also
again below average for the A Level achieveraent

LIpdidtzfol néaky23@,82R&18ts). y2i K2 f R
Baseline Position against Leitch full targets 2020,
Plymouth v SW.
% L4+
% L2+
Leitch
Entry L3+ Numeracy mSw
M Plymouth
L1+Literacy
0 20 40 60 80 100

of its youngpeople. Interms of the average points

score per A Level entry, Plymouth is the third
lowest in the SouthWest, with an average score
7.9 points (per entry) below the national

averagé’.

Countering the poblemsfaced

According to the SO report’, skills gaps are
more acute locally than nationally, especially in the
Advanced Engineering sector (see chart below).

Approximately 80% of the people who will be in
the workforce in 2020 have already left
compulsory education. If we are to achieve a
world-class skills base we need to increase their
skills and enable them to gain new skills as these
are demanded by our dynamic econoﬁy

The proportion of 19 year olds achieving a Level 2
qualification has increased in recegears, with
71% reaching this level in Plymouth in 2007/08.

This level has increased sin@03/04, but a

The proportion of employers with skills gaps

Nationally

Local Marine Industries

Local Advanced Engineering

0% 5% 10% 15% 20% 25% 30% 35%

slower than average rate of increase means that
t £ & Y2 dzi KQa curtgatli hefow dgth the a
regional (77%) ahnational averages (76.7%).

The proportion of 19 year olds achieving a Level 3
qualification has plateaued over the sarperiod
with an increase of only 2 percentage points from
37% in 2003/04 to 39% in 2007/08. This is below
both the South West averagél1%), and that for
England (49.8%)There has been no increase in
Level 3 attainment at 19 since 2004/05.

2 DfE website
23 syills for Sstainable Growth, BIS, 2010

The main cause of skills gaps reported in the

Advanced Engineering (AE) sector locally in the

Plymouth TTWA is said to b#hsufficient training

FYR &aidl ¥F REt@IS fthe LMaBné i Q @
Industries sector, ife firms reported WA y a dzF FA OA Sy
training /staff development, lack of experience or

24 The Leitch Revie@@006)sets out a vision of the UK

bewming a world leader in skillbenchmarked against the

upper quartile of the OECD.

25Wt feyYz2dzi K t NR 2 NIYUSERIQ, §idvérsitaf { { Af f a !
Plymouth, June 2010.
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their being recently recruited and staff lacking
Y 2 (i A @asbelng igefitified as thenain causes.

The main impact of the skills gaps for the AE sector
was said to beboth: an increased workload for
other staff and losing business or orders to
competitors. Whilst for the Marine Industries
sector it wasan increased workload for other staff
and increased operating costs.

The main action being taken to address these
issues (within the AE sector) was said to be
increasing training (quoted by half the
respondents) and using new recruitment
methods/channels, however, 17% of employers
were reportedly doing nothirg in response to the
skills gapsWithin the Marine Industries sector the
key remedy was saidtoBE y ONB I & SR NI

The need to Upskill

Across all sectors surveyed by SERIQyral three
quarters (74%) of all employers anticipatéioiat
some of their staff would need to acquire new
skills or knowledge over the coming year, higher
than the NESS 2009 figure of 69%. This is also
higher than the proportion of employers
identifying current skills gaps among their staff.
Although this mg reflect a dynamic environment
of fast changing skills needs, it is also likely that for
many employers staff classified as proficient still
have plenty of scope for improving their skills and
knowledge. Results indicate that larger
establishments were me likely to anticipate the
need to upskill staff over the next 12 months,
rising from 67% amongst employers with fewer
than five staff, to 95% amongst those with 50 or
more staff.

The need to Upskill

Increased comp. pressure
New leg. or reg. reqmts
Intro of new mats

Intro of new tech. or egmt

Intro of new wrkg practices

Develpmtof new prods & services

Ageneral need to upskill

0% 20% 40% 60% 80%  100%

H England Plymouth M Marine Inds. ™ Adv.Eng.

The Advanced Engineering (AE) sect@re the

most likely to anticipate lte need to upskill staff
over the next 12 monthsit 81% with the Marine
Industries (MI) sector less so at 65%.

When assessing main causes for the need to upskill
AE quoted theA y i N2 RdzOG A 2y
S|j dzA LJaS Ydin@ the prime reason (62%)

followed by theWA y i N2 RdzOG A2y 27

2F ySg

l.j

ySo

& S NIBE2A$ &R also cited th#A y i N2 RdzOG A 2 y

YSé
most significant reason. Local examples of the
introduction of new technology include Tamar
Foods and Ritla { aQa dzaS 27F
tends to be specialist in nature the training is often
undertaken by the supplier rather than a local
college.

VocationalSkills capability in manufacturing
Probably the most significant set of qualifications
is the Natimal Vocational Qualifications in
relevant fields. According to a 2008 assessment of
Ahy BolUth QWest regidfi, recent trends are as
follows: data on Registrations(entry) and
Certifications (achievement) for the most
significant ones confirm that:

A Strong growh from 2002 in take up of the
N/SVQ in Performing Engineering Operations
(PEO) at level X4 with less interest over
recent years in the Performing Manufacturing
Operations (PMO) qualification;

A At level 2, PEO N/SVQ registrations and
certifications have ab grown strongly, while
PMO N/SVQ registrations have recently eased
from a sound base. Registrations and
Certifications of Engineering Production have
faded into insignificance as the qualification
has been superseded by PEO/PMCITB
Registrations grewtsngly from 2004, and
Certifications are on the increase.

A At Level 3 Certifications of the Engineering
Production N/SVQ have declined over recent
year (take up of the qualification was
valuable for 67 vyears). Certifications of
Engineering Maintenance areontinuing to
be steady.

A As is generally the case in most sectors,
overall take up of N/VQs at the higher levels
is disappointing: however the trend at Level 4
is upwards for BT and Engineering
Management, albeit from a low base.

According to Semf4 the Top 10 lsills needshave
been identified as being:

% An Assessment of Current Provision in the Metals,
Mechanical Equipment and Electrical Equipment sectors, South
West England, January 2008

“eKS Wi S@StaQ NBFSNNBR G2 |
Appendixl

%8 Semta publicationt? 9 E LIS NI atd ivdroveithe a dzLILI2 NI
A48002NNa WuSaewIA NY I y OSQ

0208

LINE R dzO (i at 4B asi INGDtheD $ & Q
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Business Improvement Techniques (identified
as by far the greatest need)

Health & Safety Training

Performing Manufacturing Operations
Management & Leadership/Team
Lean Training

Skills for Life

All Age Aprenticeships

B-Tec Environmental sustainability
Performing Engineering Operations
IT Training

All other Quals

o T oo I To I To o o o To

Anticipating Future Skills Needs

According a SEMTA repOrtvritten in December
2009, the erstwhile D2 3SNY YSyYy (i Q&
Manufacturing Strategytogether with expertise
from the application sectorshad identified six
areas of technologicahnovations/applications
Aerospace

Plastic/printed electronics

Silicon electronics

Industrial Biotechnology

Composites

Nanotechnology

This list is reproducelere on the assumption that

Too T o T o I

it probably still applies regardless of the change of

Government. The

conclusions:

report drew the following

Highlevel technical skillsrepresent the most
important element of specific skills demanid
relation to Advanced Maufacturing. Xthe
attractiveness of the work is probably more
important than possible limits on numbers
studying the relevant technologies in universities.
The wide range of application areas for most of
these technologies means that, for effectiaad
creative exploitation,expertise in the technology
itself needs to be augmented by knowledge and
understanding of the various application areas,
and this means the neefbr a range of disciplines
to be applied.

While highlevel technical skills are centrainy
serious national investment strategy axcelerate
effective exploitation and commercialisation of
emerging technologies shouldilso include a
commitmentto assuring an accelerated supply of
capable and competent technical support staff.
XWith a poor tack record of respecfor, and
initial formation of, technicians in our country, as
compared to most continental Europeaountries,
making this happen will require considerably

%9 sills and the future of Advanced Manufacturi®EMTA et
al, 2009

Plymouth Manufacturing Sector Growth Plan
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greater commitment than in thepast. This

commitment will need to involve:

A Substantial promotional investments to raise
the image of technical support work,

A Major public investment for learning
provision through initial formation
frameworks, in particularapprenticeships
probably at bothadvancedNVQ Level 3) and
higher(NVQ/QCIE4) levels, and

A A new attitude among employers (not just
large employers) to the investment for the
future involved in mentoring young people,
both in relation to work placement for

undergraduate  students and  formal
apprenticeship  programmes  for  the
I R Jtecyin@idnR.

According to Learning & Skills Improvement
Service (LSIS) unless circumstances change, by
2020 there will be @evere shortfall in technicians
and skilled operatorsThe forecast demand is 72k
the forecast supply is 31.6k: a shortfall of 40.4k.

Reurning to the Semta report, flective and fast
commercialisation of applications of new
technologies requires expertise beyond an
adequate supply of technical skil)$.In particular,
this must include skills in a) Intellectual Property
(IP) management, bNew Product andProcess
Development and Implementation (NPPDI), c)
Production and Manufacturingngineering, and d)
Marketing.

This confirms the conclusion of many studies that
companies, in particular SMEs, could benefit
particularly strongly from the fqovision by HEIls of
short-courses, focused on specific technical areas,
and timed for company convenience. Whiteany
university staff would like to increase the amount
of such provision, the funding realities of
universities do not always make this easnd
improved mechanisms and funding arrangements
for this would be welcomed by industry.

Leadership & Management

In common with other developed economies,

Britain has advocated the creation of a high

skilled, highwaged economy by upgrading the

education and skills of its workforceHowever,

research in 2008 shaad that whereas the UK was
ALISYRAY3I emIvmnn LISNI YFEyF3ISN
management training, our competitors in Germany

gSNBE aLSyRAY3I enznnn

% Key Messages of the Leadership and Management Advisory
Panel April 2008
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Locally, the PMG has been supportive

of

Leadership &lanagement training and has been

working with Exeter kadership Consulting Ltih
developing a suitable coursesee below.

A case study in training shared across the
manufacturing sectorPMG¢ Leadership and
Management Best Practice Forum run by Exete
leadership Consulting Ltd

In 2010, PMG

members expres§ed EXETER
interest in LEADERSHIP
leadership and © CONSULTING
management

development. The

result was a Forum founded in 2011 led by Exe
leadership Consulting Ltd aimed at seni
managers, and directors of manufacturin
busineses. The forum meets quarterly for ¥z de
currently with 8 members. Participants bring re
strategic and operational business issues &
projects, which they are prepared to discuss duri
the programme with fellow participants.

The purpose of the forum W be to increase the
leadership and management capability
individual members therefore raising leadersh

ter
Dr

g
y
Al
nd

ng

of
p

capacity in members companies. Each quarter the

group comes together with a particular focu
drawing on high quality leadership developme
materials provided by Exeter Leadersh
Consulting Ltd. Participants expect in the region
one hours focus on learning materials and inpu
with two hours for discussion.

The purpose will be to provide support t
members in their leadership roles thereb

ensuring immediate payback from the modes
investment. Important leadership issues such as

A Increasing innovation and problem solvin
capability within the business,

Increasing capability for scenario and cris
planning in your management team,

change and ambiguity,

Embedding a mindset of continuou

improvement throughout the business,

improving focus on the customer,

reviewing communication methods tc

enhance employee engagement

A enhancing performance managemerand
coaching.

Since commencing the forum second group has

been formed for smaller firms and support fundin

through Skills South East has been found for thc

who can match the eligibility criteria.

oo o I I

Developig your managers ability to lead

—
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Higher level skills training

Where the adoption ® new technologies by
existing sectors is concerned (e.g. aerospace,
electronics) the supply of R&D skills needs to be
augmented withknowledge and understanding of
how things work in existing industrieBhus

graduate andpostgraduate flows in the enablj
technologies need to be supplemented by
graduates with more general engineering
knowledge.Finally, as with most skills issues, the
element of the image of work in these areas
cannotbe ignored.

Specifically, vwth regard to higher level skills

training, researcf' reveals that:

A The more staff a business employs, the more
likely it is to undertake higher level skills
training;

A Universities have a larger share of the higher
level skills training market than any other
provider type;

A The majority of busingses have an
expectationthat higher level skills training
will result in the award of a qualification;

A The demand for professional qualifications is
greater than for academic or vocational
qualifications;

A The importance of cost when choosing a
training provider has increased in importance
over time, perhaps reflecting the changing
economic climate;

A Higher level skills training has a positive
impact on the majority of businesses;

A To be effective, higher level skills training
must form part of an organisii A 2 y Q&
business strategy.

It is recommended that(1) the sector should work
closely with City College Plymoutthe University
of Plymouth and other providers to identify,
through focus groups, short courses to help upskill
the workforce (2) That members of the PMG
should aim to find further ways in which they can
share courses and other training opportunities
between firms (for example in IT and
warehousing/storageourses.

According toPhilip Whiteman, chief executive of
Semtd”, "Understandiny your strategic workforce
planning needs is key to business success and to
improving the skills and competitiveness of our
secto€. Indeed, Semta offer assistance to firms

Byraaya RSYIYR G2 aKF LIS &dalX
levd a1l Affa SSRA 2Repof yICFEt@E S NA
HEFCE July 2009.

32 Semtapress release %August 2011.
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